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Foreword
Creating a workplace where everyone has an equal opportunity to fulfil 
their potential and where there exists equal opportunities for all employees 
regardless of gender, age, sexual orientation, race, disability, religion or culture 
is a core part of our purpose as a business. 

By embracing diversity – people with different 
characteristics and backgrounds – we get 
the benefit of being able to draw on a wide 
variety of skills, experiences, and different 
perspectives. For Aquila, like any business, 
this approach makes sense because it is 
only by leveraging the many viewpoints of 
a genuinely diverse workforce that we will 
become more creative, innovative, and better 
able to solve problems and reach better 
business decisions. 

None of us are defined by one aspect of our 
identity alone, which is why I welcomed this 
opportunity to publish our first Gender Pay 
Gap Report. 

The report produces some expected results. 
For instance, we are an engineering company, 
operating in aerospace and defence. 
This sector has historically attracted a 
predominantly male workforce, particularly 
after transferring in significant number of highly 
skilled engineers to work for Aquila at the 
outset of the Project Marshall Contract. 

As a newly established and evolving 
organisation, we have the opportunity to 
address our gender pay gap and create a 
more diverse organisation. I am encouraged 
by the fact that we are making positive 
advances in this regard. For instance, in the 
last year, we have recruited more women 
into senior management, engineering, and 
operational roles, and we put a great deal 
of emphasis on developing an inclusive and 
diverse culture. 

There is more work to do to close our gender 
pay gap. My commitment, as the CEO of 
Aquila, is that I will continue to work with the 
Board and my colleagues in our leadership 
team to drive through policies and practices 
that help us continue to shape an organisation 
where all employees are rewarded fairly and 
equally for the roles they perform. As we take 
these actions forward, I am excited to see how 
these changes drive forward the performance 
of Aquila.

I confirm the gender pay gap results contained 
in this report are accurate.

Mike Stoller, Aquila CEO

Family Friendly Policies
To attract family focused employees, both 
male and female, and to demonstrate our 
commitment to supporting our workforce, we 
have created several family friendly policies. 
We are aware of the family pressures our 
employees may have and recognise that they 
may need a flexible place to work, here is a 
short description of policies we already have 
in place. 

Flexible Working – where possible we have 
flexible start and finish times enabling our 
teams to have a healthy work/life balance.
Smarter Working – we provide the technology 
for our teams to work anywhere including 
at home, in the office or at one of our many 
Airfield locations. 
Maternity and Paternity Leave – we offer a 
comprehensive policy to support new additions 
to our families which include adoption and 
fostering options. 
It’s OK Campaign – launched earlier this year 
in response to the Covid-19 pandemic, gives 
our teams confidence that it’s OK to focus on 
homelife responsibilities and make up work 
time later on. 

Training 
Our Executive Team (AET) have completed 
unconscious bias training which has 
provided them with a set of tools which will 
enable them to recognise and adjust their 
automatic patterns of thinking and correct any 
unconscious biases. This training initiative 
demonstrates our commitment right at the top 
of the organisation to zero tolerance of any 
discrimination. This training is being rolled out 
across the organisation. All our line managers 
are undertaking training on both the legal and 
leadership aspects of line management to 
ensure that the inclusive culture that Aquila 
wants to foster is understood by all. 

Talent Development 
Gaining new experiences, learning new skills, 
and expanding our knowledge helps us to 
grow professionally and that is good for us as 
individuals and it is good for business. That is 
why at Aquila we place a great deal of focus 
on helping our people reach their full potential. 
All our initiatives, from training courses and 
professional development modules to the 
apprenticeship scheme and our mentoring 
programme are there to help our employees 
get the most out of their careers. Our team 
members can raise any training requirements 
through their monthly check-in discussions 
with their Line Manager. 

Talent recruitment  
Our HR Team are updating the advertising of 
roles and the role descriptions to make sure 
they are friendly and inclusive to all genders 
and include images of our real workforce to 
attract the right talent. 

Our Approach
Aquila is a relatively new company and was formed in 2014 with two strong parent 
companies NATS and Thales. The Aquila work culture has been developed by taking  
the best ethos from both its parents whilst developing its own unique way of doing things.



Our Results
The data in this report includes 271 employees across Aquila based within 
the UK and overseas in Cyprus. We have 214 male employees and  
57 female employees. It is not unusual within the engineering industry to 
have male dominated results, we have a higher proportion of men working 
for Aquila, and who are in senior roles and in roles of engineering. Some 
of this is due to the fact, that in 2015, Aquila transferred in a significant 
number of highly skilled male engineers to work for Aquila at the outset  
of the Project Marshall Contract, most of whom are still employed.  
Our future focus will be in developing initiatives and working with partners 
to encourage women into engineering and to create opportunities for our 
female employees to be promoted into senior roles.
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Proportion of males and females 
receiving a bonus payment

Pay Quartile Male Female
Lower 63.25% 36.76%
Lower Middle 85.07% 14.93%
Upper Middle 89.55% 10.45%
Upper 79.90% 20.90%
 
  Mean Median
Gender Pay Gap 13.52% 24.50%
Gender Bonus Gap -0.27% 9.27%

Gender Pay Gap
The gender pay gap is the difference between 
the average (mean and median) earnings of 
men and women, expressed as a percentage 
of earnings.

The gender pay gap is not the same as equal 
pay, which refers to paying men and women 
the same amount for the same, or similar, 
work. Equal pay is a legal requirement under 
the Equality Act and is something we care 
passionately about.

We are reporting our Gender Pay Gap in  
five ways:

1. Mean Gender Pay Gap
The mean gender pay gap shows the 
difference in the average pay and bonus 
earnings of men and women in the Aquila 
workforce.

2. Median Gender Pay Gap
If we were to split our female employees and 
our male employees into two lines, arranging 
them in order of pay from highest to lowest, 
the median pay gap compares the pay of the 
women in the middle of the female line with  
the pay of the men in the middle of the male 
line. The most common reason for a gap  
is that there are more men in senior roles  
than women.

3. Gender Bonus Gap
We are also using the median and mean 
calculations to compare individual and 
company performance-based bonus payments 
received over the 12-month period.

4. Bonus proportions 

In this report we are comparing the number  
of male and female employees who were 
paid any amount of bonus pay. In Aquila, all 
employees are entitled to receive a bonus  
after 3 months service, the difference here 
reflects the fact that more of our recent  
recruits are women.

5. Pay Quartiles across the  
 organisation
We have divided the workforce into 4 equal 
groups based on their level of pay and then 
made a comparison of male percentages 
versus female percentages.



I am relatively new to my role at Aquila as 
Solutions Engineering Manager, but I have 
worked at Aquila previously in a slightly different 
role, so the culture must be good as I keep 
coming back!

I really enjoy my role at Aquila as there is never 
a dull moment. I like the intellectual challenge 
and the variety of work that my current role 
affords me. As Aquila is a relatively new and 
small company there is plenty of opportunity 
to bring in my expertise and shape the way 
things are done. I am positively listened to and 
people come to me for advice and leadership. 
I particularly enjoy the people engagement 
aspects of my team leadership role and building 
my team in response to increasing demand for 
Systems Engineering expertise.

There are plenty of opportunities to expand 
skill sets and to work on challenging projects 
at Aquila irrespective of gender and I feel that 
Aquila is a fair employer with a good established 
gender equality ethos. I think that ensuring 
gender diversity continues could be tricky due 
to the limited number of women that pursue 
engineering during education and as a career. 
When I completed my Computer Science degree 
in 1993, I was one of 9 women on the course out 
of a cohort of 90. My daughter has just taken her 
Computer Science GCSE, and the proportion of 
females in her class was the same. Apart from 
reviewing CVs fairly and interviewing without 
bias, the only way to recruit more women into 
the industry would therefore be to encourage 

Cathie McCarthy, 
Solutions Engineering Manager

I have worked at Aquila since December 2018 as 
the Finance and HR Director.

I really like working for Aquila, it is a company 
which always tries to do the right thing by their 
employees and future candidates with a strong 
equal opportunities ethos. The people who work 
in Aquila are confident knowing that they all 
have the same opportunities regardless of their 
gender, age, sexuality, religion, and race.  

Our equal opportunities ethos runs right through 
the organisation. Our people are recruited, 
rewarded, and promoted based on their talent, 
skills, achievements and what they can bring to 

Helena Cole, 
Finance and HR Director

the organisation. They are respectfully listened 
to as they bring a combination of different 
experience, working styles and backgrounds, all 
of which sparks new ideas, collaboration, and 
overall success to our company.

I think our culture is in pretty good shape in 
comparison to other organisations I have  
worked for. We are an engineering company 
and across the UK we know that only 8% 
of engineers are women. If we look to other 
areas of our business such as Finance, HR, 
Procurement, Commercial, Training and 
Communication, we have a good mix of males 
and females in these teams. As a business 
I would like to look at how we can make 
improvements in two areas:

Girls into engineering – there are plenty of 
STEM initiatives around locally which I believe 
our CSR team should now be focusing their 
efforts on.

To improve the male/female mix on the 
Aquila Executive Team – this will be a  
focus area for HR and their succession  
planning activity.

A view from our team

more girls to take engineering disciplines during 
education, and ensure engineering related 
companies and job adverts appeal to men and 
women alike.

I think the next challenge for Aquila is to seek out 
the opportunities where we as an organisation 
can get involved with local schools, colleges and 
universities and their STEM activities. We need 
to promote the exciting projects we work on 
and promote Aquila as an all-round great place 
for career development. I would like to see an 
increase in young women working in engineering 
roles at Aquila but equally we have lots of other 
exciting operational and support roles which 
are just as challenging and the next step for us 
is to get that message across to local schools, 
colleges and universities.

In terms of our overall recruitment process, 
I believe we are already doing some great 
things to ensure we recruit based on talent 
and skills including: our inclusive role profiles 
– purposefully written to welcome all qualified 
candidates; our psychological tests managed 
through our parent company Thales – which 
ranks and rates applicants according to skills 
and qualifications; and finally the Unconscious 
Bias training our Leadership Teams have 
received – this means they have been 
specifically trained to identify when they are 
being biased in certain situations.

We are continuing to evolve our diversity plans: 
being diverse brings an inclusive culture which 
supports our recruiting and staff retention rates 
giving us a competitive advantage with happy 
teams, greater productivity and improved 
customer experience.

Here, some of our female colleagues talk about their experience at Aquila.
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I have been working for Aquila since 2015 as 
a Quality Specialist and I joined the company 
at an exciting time where there were plenty of 
opportunities to shape the organisation right 
from the beginning. Aquila has a very dynamic 
environment and I have always felt that I have 
had a level of influence and not been held back 
due to my gender. As the main breadwinner 
in my household, still a fairly rare situation, 
having the same promotion, pay and reward 
opportunities as my male colleagues is even 
more important to me as I have my family to  
look after. The company must make sure it has 
the right support in place to support families  
like mine.

I think on the whole Aquila offers equal 
opportunities to all team members and we do 
have a woman in the top level of the company, 
which is good, as seeing likeminded people in 
important roles is aspirational. 

At Aquila I have always felt supported in my wish 
for both a fulfilling career and to have a family. 
Aquila offer good maternity allowances and they 
promote flexible working for all family focused 
employees – men and women. Being supported 
through my pregnancy and during my return to 
work, and indeed making sure I had exciting 
opportunities to return to, was a huge relief for 
someone like me whose career is very important 
to them. I do not think Aquila has a problem 
accepting the need for gender diversity, although 
it could make its policy clearer. But a policy,  
or aspiration, is only the start and companies 
need to accept that despite policy there are  
still very real social barriers that prevent  
equality from happening and look at how  
it can counteract them.

Melanie Beaune,  
Quality Specialist

Unconscious bias and gender norms still play a 
huge part in preventing women from achieving 
true equality. Aquila is unusual in having carried 
out an extensive unconscious bias training 
initiative. So, I think we could utilise that good 
work by linking it to other disciplines and 
checking in with trainees to see how they  
are implementing what they learnt. 

Other companies are using interesting 
recruitment techniques such as anonymous CV 
reviews during recruitment as studies still show 
that the male named version of identical CVs 
receive more responses than the female named 
version. So maybe this is something we could 
also look at. 

As a society we have made great inroads into 
normalising the idea that women want a career 
and promotion prospects, but I do not believe 
that we’ve made comparable efforts to promote 
the idea of men as equal family carers. And I 
think this is a final and little-considered barrier 
to equality in the workplace. Although Aquila 
has been clear in its support of flexible working, 
I think it is still seen as the preserve of women 
(Covid-19 has shown that women still carry out 
the majority of childcare: with the productivity of 
female research scientists dropping significantly 
compared to men during lock-down). Flexible 
working is about more than just flexibility within 
a day, it’s also about asking for reduced hours 
for a period of time and whilst I think it’s become 
acceptable for men to work flexibly within the 
context of a day, they are less likely to ask  
for more permanent flexibility than women  
(partly due to their greater earning potential!  
It is a Catch 22). I think at Aquila, we should 
be promoting flexible working as a valid option 
for men and encouraging them to take the new 
paternity leave allowance. It is only when men 
are also taking up these options that having a 
family, in society, will not be seen as a burden 
for employers employing women and a barrier 
to greater career responsibility for the women 
concerned.

Aquila is absolutely committed to inclusion and 
diversity, and ensuring that our people are paid 
and rewarded based on their talent and skills.

In the next 12-months Aquila will be focusing 
efforts in developing activities to get involved 
with local schools and colleges, and UK-wide 
universities to engage with students and 
promote the work we do.

The Aquila HR Team will be working closely with 
the Leadership Team to discuss and promote 
succession planning activity for our female 
workforce and look for opportunities to improve 
the male/female mix in leadership roles.

Finally, Aquila will be creating a diversity 
framework to continue to: build inclusion within 
the company culture; attract the best talent; and 
have a team of experts who have a variety of 
skills, experiences and perspectives.

A diverse workplace is important to us.  
It provides us with the opportunity to be creative, 
innovative, and make all round better decisions 
and we welcome that opportunity.

Our next steps


